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With the new General Data Protection Regulation now here we 
have provided a summary to help answer the questions you may 
have around how GDPR affects how you use the job boards and 
the services of Candidate Source.

What is GDPR? 
The General Data Protection Regulations came 
into force on 25th May 2018. The GDPR applies to 
all organisations handling the data of EU citizens.  
It replaces the Data Protection Act 1998 and 
applies to all personal data held. Under GDPR the 
definition of personal data has been widened so 
that it covers all data which identifies individuals, 
including biometric data and IP addresses. 

Initially, we recommend that you take a look at the 
ICO website which includes a great section for 
small businesses.

Will GDPR affect how I use the job 
boards?
We do not believe that the changes the job 
boards are making to ensure they are compliant 
with GDPR will affect the services offered by 
them. You will still be able to post jobs and or 
access CV Databases.   

Remember GDPR is not being introduced to stop 
people finding work it is simply an update to the 
current Data Protection Act 1988 to bring it in 
line with the world we live in today. 

W
rit

te
n b

y A
my Kelly



3 Recruiters FAQs on GDPR

We have put links below to the leading job boards directing you to the pages 
on their websites with specific information about their own policies.  Simply 
click the name of the job board to be directed. Caterer, CV-Library, CW Jobs, 
Indeed, Jobsite, Monster, Reed.co.uk, Totaljobs.

GDPR and Candidate Source’s ad hoc advertising services
You will still be able to use our Emergency Candidate Boost, Employer 
Branded and Dual Branded advertising services on an ad hoc basis in line 
with our terms and conditions which are kept up to date and inline with the 
data protection regulations. 

When a candidate responds to an advert they are doing so to be contacted 
by the recruiter about that particular job opportunity.  As a business, we can 
continue to process the data supplied by candidates as it in their and our 
legitimate interest that we do so.  We will ensure best practice by: 

n	Showing a disclaimer on each advert stating “Candidate Source Ltd  
 is an advertising agency and the details sent in your application will be  
 passed to a third party responsible for processing the application. This  
 will include holding and sharing your personal data and our legal basis  
 for this is ‘legitimate interest’, subject to your declared interest in a job.   
 Our privacy policy can be found on our website and we can be  
 contacted to inform you of the third party’s details should you wish.” 
	

n	Only providing the candidate’s details for the specific role they are  
 applying for 
	

n	Issuing a link to our privacy policy at the first direct contact 
	

n	Providing the details of the third party responsible for processing  
 the application when asked by the candidate 

How long does Candidate Source keep candidate  
data for? 
When a Candidate applies for a job a client has asked Candidate Source to 
advertise on one of our ad hoc advertising services including the Emergency 
Candidate Boost, Employer Branded and Dual Branded service the 
application is received and processed by Idibu, our multi-posting software 
and forwarded to our client’s designated email address or URL.    

Candidate Source only ever need these applications if for some reason 
the Recruiter hasn’t received the applications’ from Candidates and we 
have no reason to hold the data and as such, Idibu has developed a ‘delete 
application’ function within their system. Therefore, from 25th May 2018, all 
applications will be deleted after 28 days of receipt. We ask our clients that, 
when checking the proof of your advert, you double-check the ‘applications 
to’ email to ensure its correct as lost applications will not be retrievable.

GDPR and Candidate Sources media buying services
You will still be able to purchase your individual job board subscriptions 
via Candidate Source in line with our terms and conditions which are kept 

up to date and in line with the data protection 
regulations. Once your job board account(s) 
are set up and activated you will be given your 
own user details to use, these are confidential 
between you and the job board, Candidate 
Source does not have a copy of these. Once the 
contracts are set up Candidate Source will have 
no involvement in the administration of your 
posting account and/or CV Database account.

Client responsibility 
Clients are responsible for protecting the data 
which they control and process under GDPR.   

Candidate Source does not consent to allow 
recruiters to contact candidates regarding any 
other role to the one which they have applied 
for.  It is ultimately the recruiter’s responsibility 
to obtain consent from the individual before 
contacting them regarding any other  
employment opportunities and/or non-
employment related reasons. 

We recommend that you make yourself aware of 
the core principals relating to GDPR and that you 
seek legal advice to ensure you are compliant.

Will Candidate Source be making 
changes to its policies due to GDPR?
As part of our commitment to GDPR Candidate 
Source has reviewed our policies and updated 
copies are available on our website.

Any questions?
Do not hesitate to contact Candidate Source at 
amy@candidatesource.uk.com and we will do 
everything we can to answer your questions.  
Please note though that while Candidate Source 
Ltd will do everything to assist you we are not 
able to offer any legal advice.

This document contains general overview 
information and should not be relied upon as legal 
advice.  Please note that while Candidate Source 
Ltd will do everything to assist you we are not a 
law firm and highly recommend you seek legal 
advice to ensure you are compliant with GDPR. 

https://recruiting.caterer.com/privacy
https://www.cv-library.co.uk/gdpr-statement
https://recruiting.cwjobs.co.uk/privacy 
https://www.indeed.com/legal/gdpr
http://www.jobsite.co.uk/privacy
https://www.monster.co.uk/inside/privacy/faq.aspx
https://www.reed.co.uk/recruiter-advice/gdpr-at-reed-co-uk/
https://www.totaljobs.com/privacy-policy
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There are a few people who have been lucky enough to go 
straight from education into their dream job and stay there for 
the rest of their life. But for most people who have spent days, 
weeks, even months on end just scrolling through the job boards 
looking for their ‘dream’ job you will understand how boring it can 
be seeing the same recruitment agency branded job explaining 
what a ‘fantastic opportunity’ they have.

What makes one ‘fantastic opportunity’ more 
‘fantastic’ than the hundreds of others?

Job seekers want to see something different… 
they want something to catch their eye and break 
that repetition of scrolling through advert after 
advert until their finger is sore, their phone dies,  
or they generally just lose the will to live.

Employer Branded adverts break that repetition and 
instantly catch the eye of a candidate because they 
can immediately see who they will be working for!

What is an Employer Branded advert?
An Employer Branded advert is a product which 
allows you to use the logo of the company 
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which the vacancy is with and also mention 
that company name within the advert, unlike 
recruitment agency adverts where you can only 
describe the company without mentioning any 
company names.

Why should I use Employer  
Branded adverts?
Put yourself back in the candidate’s shoes. You 
are looking for your dream job, scrolling through 
recruitment agency adverts and nothing has 
caught your attention. A job advert with a direct 
employers logo then stands out to you.

The company’s own brand is already setting  
your imagination alight by transporting you to  
a different place.

According to LinkedIn, 75% of job seekers 
consider an employer’s brand before applying for 
a job, allowing a candidate to see who they will 
be working for means that you will attract more 
quality candidates, as a company with a strong 
brand is immediately trusted and stands out 
against a list of recruitment agency jobs.

We believe Employer Branded advertising is the 
best way to advertise your vacancies.

I don’t want people knowing who my 
client is
Employer Branded advertising is a great way to 
strengthen the relationship between you and your 
client as you will be offering them an enhanced 
advertising service, showcasing them as an 
employer of choice.

Your client wants the perfect candidate to join 
their company and your job as a recruiter is to find 
your client that perfect candidate. Although the 
job boards are unable to provide exact statistics, 

of job seekers consider an 
employer’s brand before 
applying for a job.

*
*

*
*

5 Branded Advertising

all evidence shows that candidates are more 
likely to apply for a vacancy which shows who the 
employer is meaning by using branded advertising 
you will have more quality candidates available for 
your client to recruit.

With the new Dual Branded adverts, we can now 
advertise your vacancies using both your agency 
branding and your client’s branding to show your 
partnership.

The main questions we get asked when discussing 
Employer Branded advertising with recruiters are:

“What if other agencies directly call our clients” 
or “How do we stop other agencies sending 
candidates to our clients”.

There is no guarantee that this won’t happen, and 
we aren’t going to lie and tell you that it won’t.

However, if your client is happy to allow you to 
use your brand next to theirs in an advert on the 
internet, for the whole world to see, we would 
like to think that they think highly of you and your 
services and would not want to jeopardise your 
relationship by speaking with other agencies.

 
Other benefits
With Googles Job Search experience launching 
soon in the UK, I’m sure all of you will be trying to 
find out how to get your jobs visible on there.

As part of the criteria for your job to appear in 
Googles Job Search, your advert must contain the 
hiring organisation!

An unbranded advert will not feature on Googles 
Job Search once their new job board type service 
comes into play. Employer Branded advertising is 
the best and easiest way to ensure this happens.

Employer Branded adverts also increase the 
chance of your jobs being sent out on the JBE’s 
(Jobs By Email). Each job board has different 
criteria on what is needed in your advert for it to 
be sent out, reed.co.uk, for example, prioritises 
sending Employer Branded adverts over agency-
branded adverts, meaning you are a step ahead.

With the new 
Dual Branded 
adverts, we can 
now advertise 
your vacancies 
using both your 
agency branding 
and your client’s 
branding to show 
your partnership.

An unbranded 
advert will 
not feature on 
Googles Job 
Search once 
their new job 
board type 
service comes 
into play. 
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I’m going to start off by revamping a well-loved 
saying, so I ask forgiveness up front to all you 
football fans reading this: Recruitment isn’t life 
and death – it’s more important than that!

Companies who invest in their staff are usually the most successful. 
Coaching and development is crucial, but let’s face it, it can only take you so 
far; you have to recruit the right people into your business in the first place.

Let’s stay with the football analogies for a minute and think about this – if 
you take a young David Beckham and coach him on the strategies needed to 
run the 1500 metres he will undoubtedly improve, but he will never become 
a Mo Farah. But if you coach him on Sir Alex Ferguson’s imposing Scottish 
attacking style and he will become a world-class player.

Candidate Source’s The Recruitment Sourcer: Vol. 2

 JULY  BLOG - RECRUITMENT ISN’T LIFE AND DEATH 
– IT’S MORE IMPORTANT THAN THAT!  



It’s employees that make a business.
They are the difference between success and failure. I think that is universally 
accepted, but how do you get the right people into your business in the first 
place? How do you ensure that your football team is full of ‘David Beckhams’ 
and your track team is full of ‘Mo Farahs’? An industry leading recruitment 
policy – that’s how.

Good recruitment is the difference between quality, enthused staff and a 
workforce that only turn up for a pay cheque. If you have the right people with 
the right skills in the right place in your Company, you will succeed. Spend the 
time to get this right at the very beginning and your business will thrive. You will 
reduce staff turnover, increase productivity, increase profits, and always exceed 
your customer’s expectations.

So, with so many operational and financial benefits hinging on the performance 
of its teams, it’s hardly surprising that many great companies invest 
substantially in their recruitment process. If you don’t have the skills and 
expertise in-house, outsourcing provides much-needed support in the area you 
need – so why not use it? Consider the cost of getting support, then balance 
that against the cost of getting it wrong.

Successful companies all have one thing in common – a productive and happy 
workforce full of round pegs in round holes. With these needs taken care of, 
they have the freedom to focus on their strengths.

Consider Outsourcing
By outsourcing to Candidate Source, you too can have that freedom. With our 
help, finding the right people for the right positions, you can direct your efforts 
into succeeding at what you do best.

7 Why is Good Recruitment Important?

How do you ensure that your football team 
is full of ‘David Beckhams’ and your track 
team is full of ‘Mo Farahs’?
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As a recruiter there are many skills you need to develop to be 
successful. Keeping your job adverts compliant and free from 
discrimination is just one of them.

We work with hundreds of recruiters all over the UK and we never fail to be surprised about some of the 
language recruiters do not realise is potentially discriminatory.  If there was a list of banned words it would 
make life much simpler for recruiters but that is not the case, it is an expanse of grey areas.

As with employees, it is unlawful to discriminate against job applicants and for this reason extra care is 
required when writing your job adverts. 

So, what is classed as discrimination in job adverts?
The Equality Act 2010 legally protects people from discrimination.  This means that discrimination or 
unfair treatment on the basis of certain personal characteristics is against the law in almost all cases. 
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There are 9 personal characteristics 
which are:

n	age
n	disability
n	gender reassignment
n	marriage or civil partnership  
 (in employment only)
n	pregnancy and maternity
n	race
n	religion or belief
n	sex
n	sexual orientation

The 2 categories of discrimination in advertising:

Direct discrimination
This is where in an advert it is clear that you only 
want applicants to respond that match a certain 
criteria and by doing so excludes others based on 
any of the personal characteristics.

Indirect discrimination
This is where in an advert you have a criteria that 
applies equally to everyone but automatically 
excludes a certain group of people from the 
recruitment process. Unless you have a fair and 
lawful justification for the criteria you have given 
this will be classed as discrimination and unlawful.

How to avoid discrimination
Age
When writing your adverts do not give any 
indication of the age range of the people you are 
looking for. This includes things such as:

Requesting a number of years’ experience. (This 
can be seen as discriminating against younger 
applicants that may not yet have had the chance to 
have gained that amount of experience) 
Using words such as youthful, dynamic, mature.
Using titles such as Junior or Senior without 
stating a disclaimer in your advert explaining that 
this refers to the level of the job role.

Disability
Any language which refers to the physical abilities 
of a person should be avoided in your job adverts 
unless they are an absolute necessity for the job 
role. This includes words such as:

n	Active
n	Athletic
n	Must hold a driving licence – if you are not  
 expected to do any driving as part of your job

9 Avoiding Discrimination in your Job Adverts

Gender
There are certain roles where there is a genuine 
requirement for an applicant to be of a certain 
gender such as working in a single-sex care home, 
hospital or prison. When recruiting for these kinds 
of roles you must make sure that you explain in  
the advert the reason behind this need.

In all other jobs where there is not a genuine 
requirement for an applicant to be of a certain 
gender avoid using gender-specific job titles within 
your adverts. These include job titles such as:

n	Postman
n	Waitress / Waiter
n	Handyman

Race and Religion
Employers by law are required to check a 
candidate’s eligibility to work within the UK, 
however, as a recruiter, you are not permitted to 
request that you are looking for an applicant of a 
certain race or religion unless like with gender on 
the occasion that there is a genuine requirement 
to the role.

You need to ensure that the terminology you use 
when writing your adverts is correct, for example 
if you are recruiting for a French Speaking 
Customer Service Advisor advertising with this 
terminology is perfectly fine as it is showing that 
the job is suitable to anyone that speaks French 
whereas advertising as a French Customer Service 
Advisor or a Native French speaker is seen as 
discrimination as it implies that only someone of 
French origin is suitable for the role.

To Recap
As we do when writing your adverts as part of 
our Emergency Candidate Boost and Employer 
Branded Advertising services think about what 
you are writing and the terminology you are using 
so that your adverts are always professional and 
compliant.

The above is to be used as a guideline only  
and further information can be found at ACAS  
and in Schedule 9 of the Equality Act 2010.



What’s it all about?
Since the launch in the US last year, we have seen Google 
Jobs appearing in countries including India and South Africa, 
and after patiently waiting it has now arrived in the UK.

Job seekers already use Google as part of their 
job searching process but Google’s new search 
experience is going to make job hunting more 
efficient and seamless, meaning that getting your 
adverts in front of these people is going to result 
in more people seeing your jobs which means 
more applications for you.

Before the new Google Jobs layout, a user would 
search Google for the type of role they are looking 
for, the most popular searches being “Jobs 
near me” and more specific searches such as 
“Customer Service jobs near me”.

The search results would then show a list of 
websites on Google for the user to click on and 
make a more detailed search on the third party 
website.

10 Candidate Source’s The Recruitment Sourcer: Vol. 2
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11 OK Google – Find Jobs Near Me

Making Searching Simpler with Google Jobs
The new Google Jobs search layout now allows users to personalise this search based on their 
requirement. Google searches business websites and job boards to show a list of job adverts  
found and ranks these in order of relevancy and quality.

Job seekers can now filter their search based on; Category, Title, Location, Date posted, Type, Company 
type, and Employer. When searching on a mobile device, job seekers can either click on the apply button 
taking them directly to the third-party site to apply for the vacancy or jobs can be saved enabling you to 
apply for them later on a computer.

Google Maps and tracking technology allows candidates to see not only where the jobs are but also how 
long a commute would take them and users with a Gmail account can also set up alerts as you would on a 
job board so that they can be notified when new jobs that meet their criteria are posted.

All of this is making it much simpler for job seekers to find the vacancies that are relevant for them and 
apply quickly.

So how do you get your jobs to appear on Google for Jobs
Google searches business websites and job boards that are integrated with their technology. There a 
number of job boards that are launch partners of Google in the UK and these include CV-Library, reed.
co.uk, Guardian Jobs and Totallylegal. If you are using any of these job boards to advertise your vacancies 
on and your job adverts are written correctly they will be listed on Google for Jobs.

Google rewards sites that have regularly updated content meaning that the partner job boards and large 
businesses will tend to rank higher in the searches.

The spam detection software which Google Jobs uses will also filter out any fraudulent job postings. 
Google is not a job board and it is at Google’s discretion that the most relevant jobs will be listed based on 
the users search.

Google for Jobs does require a certain level of expertise to gain a high ranking for your jobs but for those 
businesses that do not have the time or budget to become experts fear not that is where businesses like 
Candidate Source step in to help support you without blowing your budgets.
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Optimising your job postings
If you are used to writing job adverts for the  
web you will already know how important it is  
to optimise the content to make sure that your 
jobs are found by the right people.

It is the same with ensuring your adverts are 
ranked well on Google’s job search. You need  
to include:

n	A concise, recognisable job title with  
 no special characters

n	Exact location – use a postcode when  
 posting your job

n	An accurate salary – if using a range  
 make sure that it is an appropriate size

n	A clear, concise description of the job  
 using keywords

Integrating your website with Google
If you have a website where your job adverts are 
listed on, such as a career page and you would 
like Google to be able to search these and include 
them on their new layout there a few things that 
you need to have in place first.
Firstly, you will require a website where you can 
edit the HTML of your job postings as this is the 

most reliable way of making sure your web page  
is indexable.

Structure your job postings in the required format.
Use site-maps to keep Google informed about the 
changes to your job postings.

Implement Google Search Console to monitor 
and maintain the presence of your site in Googles 
search results.

Using a third party
If you have posted your job advert on to one of 
the job boards that have integrated already with 
Google for Jobs (CV-Library, Reed, Guardian  
Jobs, TotallyLegal, Totaljobs) and your advert  
has been optimised then your adverts are now 
eligible to be listed.

Any recruiters using the advertising services of 
Candidate Source, you can sit back and put the 
kettle on as not only do we use a number of the 
integrated job boards to advertise your vacancies 
across (so they are eligible to be listed) but we 
also take the stress away of making sure your 
adverts are optimised correctly by writing them 
for you in the format required not only by Google’s 
search technology but also the technology of the 
other job boards.

Any questions?
Do not hesitate to contact Candidate Source 
and we will do everything we can to answer your 
questions.

For more recruitment advertising tips you can sign 
up to receive our latest updates by completing 
the form here. If you think you might benefit from 
having a recruitment expert on your side, give us 
a call on 01675 462 876. We’re honest, friendly 
people, and we’d love a frank conversation on how 
we can help you.

https://www.candidatesource.uk.com/google-jobs-now-live/
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A leading online advertising agency, that helps recruiters find 
the right people, has secured a major title at the first ever 
English Women’s Awards – Business of the Year 2018.

Candidate Source, which employs six people at its 
base in Coleshill, beat off the challenge of eight 
other challengers to be named Business of the Year 
(under 50 employees) at the high-profile event in 
Leicester.

Founder and Managing Director Michelle Davies 
was praised for leading the company to 20% 
growth over the last two years, with the judging 
panel also pointing out the firm’s impressive 
approach to customer service and the introduction 
of new industry innovations including Emergency 
Candidate Boost and Employer Branded Adverts.

Michelle continued: “This accolade is for my brilliant 
team that regularly go above and beyond to ensure 
our clients get online advertising solutions that 

meet their requirements. It is a very competitive 
field and one that is regularly changing so the 
emphasis has to be on us being at the forefront 
of these developments.”

“The Women’s Award follows our success at the 
Recruitment International Supplier Awards last 
year and highlights that our approach is definitely 
working.”

Candidate Source was set up by Michelle in 2010 
after she spotted a gap in the marketplace for  
a resource that would provide job board support 
to recruitment firms across the UK. 

In just eight years, the Black Country-born 
entrepreneur has built a client base that features 
the likes of Forces Recruitment Services, Hart 
Recruitment, Innovation Recruitment, Kate & Co 
and Pertemps Recruitment.

The firm works across all sectors and has 
significant expertise in candidate attraction, 
media buying and content creation.

English Women’s Awards 2018 aim to 
acknowledge and celebrate the achievements 
of women entrepreneurs, business women, 
professionals, civil servants, women in uniform, 
charity workers and many more that help make 
England a greater place.
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“There has been a lot of 
discussion about equality 
and celebrating women in 
the business world so for 

Candidate Source to claim 
one of the major awards is a 

fantastic achievement!” 


